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Abstract 

The concept of culture closely refers to a wide scope of effects on how individu¬ 
als act in a group, an institution, or a public place. Chiefly, it covers a range of universal 
ideas, beliefs, values, behaviors, criterion, and measures which may be both explicit and 
implicit. The study on organizational culture has gained much attention among scholars 
in many areas of study, just like in educational field. Institutions have a model of beha¬ 
vior - a series of beliefs, attitudes, traditions, perspectives, principles and dogmas. The 
culture of an institution, which has a thorough effect on the performance, determines ar¬ 
rangements, decisions, human resources, and individuals' response to circumstantial 
challenges. Since the features of organizational culture are complicated and hard to as¬ 
sess as a terminology, a qualitative research design is commonly used for the studies on 
organizational culture. Yet, several research studies have displayed that it is quite pos¬ 
sible to work on organizational culture by employing a quantitative research design. 
With all these in mind, based upon both quantitative and qualitative research designs, 
the purpose of this research is to determine the perceptions of the directors and staff of 
educational institutions on the organizational culture of the schools they work at. In or¬ 
der to obtain information on the mentioned aspect, a questionnaire and an interview we¬ 
re administered to primary, secondary, middle, and high school managers and their per¬ 
sonnel. The findings of the study suggested a spectrum of perspectives on the mentioned 
terminology. 

Keywords: Organization, Culture, Organizational Culture, Institution, Educati¬ 
onal Institutions 

Oz 

Kiiltur kavrami bireyin bir gurupta, kurumda veya kamu alaninda gosterdigi 
davraniflara yon veren genif bir dizi etkiyle yakmdan ili§kilidir. Kiiltur genel olarak 
gozlenebilir ya da igsel nitelik tafiyan evrensel goriijleri, inanglari, degerleri, davranifla- 
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ri, kistas ve olgiileri igerir. Bir ba§ka degifle bir kurumda ya da i§letmede kurumun yapi- 
sini etkileyen kurum igi degerler, inanglar ve alifkanliklar kurum kiilturime yon verir. 
Kurum kiilturii uzerine yapilan galigmalar, tipki egitim alamnda oldugu gibi, birgok 
alanda da ilgi gekmiftir. Kurumlar bir dizi inang, yaklagim, gelenek, ilke, gorii§ ve dog- 
madan olu§an davranif modellerine sahiptir. Bir kurumun performansa dogrudan etki 
eden kendine has kiilturii, o kurumdaki diizenlemeleri, kararlari, insan kaynaklariru ve 
bireylerin anlik sorunlara nasil karfilik verdigini belirler. Kurum kulturii karmagik ozel- 
likler igerdiginden ve olgiilmesi zor bir olgu oldugundan, bu alandaki galif malarda nitel 
araftirma yontemleri yaygm olarak kullamlmaktadir, fakat yapilan birgok galifma gos- 
termiftir ki nicel aragtirma yontemleriyle de kurum kiilturii uzerine galigmalar yapilabi- 
lir. Tiim bu hususlar goz oniinde tutularak, nitel ve nicel aragtirma yontemlerine daya- 
nan bu gali§manm amaci egitim kurumlarmda gali§makta olan yonetici ve personelin ga- 
liftiklari kurumun kiiltiiriine dair algilarmi belirlemektir. Bu baglamda, veri toplama 
amaciyla, ilkokul, ortaokul, lise ve iiniversite yonetici ve personellerine bir anket ve go- 
riijme uygulanmiftir. Bulgular bahsi gegen terminoloji hakkmda geni§ gergevede algilar 
ortaya gikarmi§tir. 

Anahtar Kelimeler: Orgiit, Kiiltiir, Orgiit Kiilturii, Kurum, Egitim Kurumlari 


Introduction 

Organizational research was initially 
based on examining the related climate, yet at 
the second part of the 19 th century, the term 
organizational climate was somewhat super¬ 
seded by the concept of organizational cul¬ 
ture. Climate was reconsidered as the appar¬ 
ent definition of organizational culture (Glen- 
don & Stanton, 2000). Culture includes a se¬ 
ries of joint insights experienced by the indi¬ 
viduals of a communal entity and achieved 
through enculturation practices (Cooke & 
Rousseau, 1988). Organizations own an atti¬ 
tude model - a group of joint doctrines, prin¬ 
ciples, values, dogmas, and symbols. The 
culture of an institution forms a strong influ¬ 
ence on the success of the establishment by 
effecting the decisions made, the resources 
used, and the reactions to threats (Harrison, 
1975; Schein, 1991; Reiman & Oedewald, 2002; 
Lewis, 2002; Sirikrai, 2006; Scheres & Rhodes, 
2006; Jaghargh, Ghorbanpanah, Nabavi, 
Saboordavoodian & Farvardin, 2012). Re¬ 
searches show that organizational culture can 
have a significant impact on the organization¬ 
al commitment that the staff displays (Martins 
& Martins, 2003). Organizational culture is 
ingrained in organizational values, which is 
often innate and automatic (Hofstede, 
Neuijen, Ohayv & Sanders, 1990). Besides, 


organizational culture is a pile of primary 
beliefs -shaped, found out, or promoted by a 
specific group while it bears the troubles of 
exterior adaptation and inherent integration - 
that has achieved to be regarded credible and, 
hence, to be imposed to new joiners as the 
right way to discern or identify any trouble 
(Schein, 1985). 

At the end of the 20 th century, institu¬ 
tions encountered spreading financial strug¬ 
gle and required international partnership. 
Indeed, there was more worldwide competi¬ 
tion than ever before (Van Muijen, 1999). The 
terminology of organizational culture initially 
appeared in the 1970s and 1980s, and sudden¬ 
ly turned into one of the most leading but also 
most disputed term in administration re¬ 
search studies (Hofstede, 1981; Reiman & 
Oedewald, 2002; Sirikrai, 2006). Notably, there 
are some significant dimensions in this termi¬ 
nology. Initially, culture addresses to crucial 
hypothesizes answering how the representa¬ 
tives of the staff apprehend, feel, suppose, 
observe, and identify, and it does not involve 
observable attitude forms. Another dimension 
is that culture is associated with a group. Fi¬ 
nally, culture is acquired. The explanation 
covers two main actions of culture: to respond 
to troubles of (1) internal and (2) external in¬ 
tegration (Van Muijen, 1998). Thus, both in- 
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visible and visible terms can be mentioned in 
the terminology of organizational culture. The 
invisible components point out the series of 
values owned by each individual of the insti¬ 
tution (Sirikrai, 2006), while the visible com¬ 
ponents are conveyed through behavioral 
patterns (Cooke & Rousseau, 1988) and organ¬ 
izational procedures (Hofstede et al, 1990). 
Moreover, some dimensions of organizational 
culture may be listed as the ground of truth¬ 
fulness and logic at the institution; the charac¬ 
teristics of time and time border; motivation; 
resistance versus innovation; adaptation to 
job, mission, and other personnel; isolation 
versus cooperation; discipline, coordination 
and duty; adaptation, and focus-internal and 
external, each of which serve different organi¬ 
zational aims (Detert, Schroeder & Mauriel, 
2000 ). 

To sum up, organizational culture is 
prescribed as a motive, in which fundamental 
beliefs in common are grasped by the staff 
members, which solves the problems of exter¬ 
nal orientation and internal unification, be¬ 
sides being such a culture doing much 
enough to be regarded valid and, thus, to be 
given to new staff as the right option to com¬ 
prehend, judge, and assume touching the 
mentioned problems (Schein, 1992). Organiza¬ 
tional culture is represented as a remedy 
formed by an institution for the requirements 
driven by the core task. The improvement of 
an institution necessitates not only the com¬ 
prehension of the overall culture of the organ¬ 
ization's actions, but also an evaluation of the 
effect of culture on its organizational perfor¬ 
mance (Reiman & Oedewald, 2002). With all 
these in mind, this very specific study is based 
on having an understanding on the organiza¬ 
tional culture of educational institutions from 
different academic levels: in our case, prima¬ 
ry, middle, and high schools, as well as uni¬ 
versities. 

Purpose of the Study 

This study aims to describe the per- 
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spectives of educational staff and directors on 
the organizational culture of the institutions 
they work at. In order to find out the percep¬ 
tions of these educational staff and directors 
on the mentioned issue, the answer was 
sought to the following research question: 

How do educational staff and direc¬ 
tors perceive the organizational culture of the 
institutions they work at? 

More specifically, 

a) What are the perspectives of the 
educational staff and directors on the support 
aspect of their organizational culture? 

b) What are the perspectives of the 
educational staff and directors on the mission 
aspect of their organizational culture? 

c) What are the perspectives of the 
educational staff and directors on the success 
aspect of their organizational culture? 

d) What are the perspectives of the 
educational staff and directors on the bureau¬ 
cracy aspect of their organizational culture? 

Significance of the Study 

This study points out the perspectives 
of the staff members and directors of educa¬ 
tional institutions on organizational culture. 
The findings will have great value as an ex¬ 
ploratory study on the views of educational 
staff about the issue of culture at their work 
places. Furthermore, the findings will stand as 
a data-base for the Departments of Education¬ 
al Sciences. They may also be used to recom¬ 
mend ways to enhance institutional produc¬ 
tivity by means of forming a valid organiza¬ 
tional culture, considering the fact that a se¬ 
ries of beliefs give way to the efficiency of 
institutions. Besides, the findings of the study 
will be a guide for educational directors in 
forming their unique organizational culture or 
keeping the already existing organizational 
culture alive. 

Participants 

The data were collected from groups 
of teaching staff and their managers working 
at different educational institutions scattered 
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in and around Adana, Turkey. The partici¬ 
pants of the study are composed of educa¬ 
tional institutions from primary, secondary, 
and high school levels, as well as universities 
(n = 210). The respondents were selected vol¬ 
untarily from two primary schools, three sec¬ 
ondary schools, four high schools, and two 
universities. The study took place after the 
end of the second semester of the 2015/16 
school year. The educational institutions tak¬ 
ing part in the study were all the state institu¬ 
tions of Ministry of Turkish National Educa¬ 
tion. 

Instruments and Procedure 

There has been an ongoing dispute 
among scientists whether culture can be as¬ 
sessed through quantitative methods. Some 
scientists have disagreed on the idea (Trice & 
Beyer, 1993), while others showed no serious 
disapproval (Denison & Mishra, 1995). This 
study was carried out through both quantita¬ 
tive and qualitative methods of data collec¬ 
tion. The instruments employed in the study 
were: (1) a questionnaire, (2) an interview. 
The questionnaire and interview were admin¬ 
istered to 185 teachers and instructors, 25 
managers and assistant managers. 70 out of 
the overall participants were interviewed. The 
data of the interview were evaluated and pre¬ 
sented in the paper while the data gathered 
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from the questionnaire were analyzed by 
means of descriptive statistics. Poliak (2009) 
states that descriptive statistics explains the 
data gathered from participants. Based upon a 
descriptive research design, this study in¬ 
volved the data analysis of descriptive statis¬ 
tics. In this sense, SPSS 20.0, a Statistical Pro¬ 
gram for Social Sciences was capitalized on to 
report the perceptions of the participants in 
numerical data. In order to analyze the data 
obtained from the questionnaire, mean (x) 
was used as a statistical technique to find out 
the rate of agreement related to the items 
about organizational culture. The following 
scores were used in order to compare the 
means (x) of the perspectives specified: 1. 
Never: 1.00 - 1.49: 2. Little: 1.50 - 2.49: 3. 
Somewhat: 2.50 - 3.49: 4. Much: 3.50 - 4.49: 5. 
A great deal: 4.50 - 5.00. 

The assumption of normality was 
tested via examining Kolmogorov-Smimova 
and Shapiro-Wilk suggesting that normality 
was a reasonable assumption. As a result of 
these assumptions, one-way Anova was used 
for the status and year of experience variables. 
Besides, Cronbach's Alpha was used in order 
to test the reliability of the scale. Responds 
from 210 participants in total were used in the 
analysis. 


Table 1 

Reliability in Total 
Cronbach's Al- N 
pha 

0.94 39 


The reliability was found 94% for the scale with 39 items. So, the scale is highly reliable. 

Table 2 


Reliability of Sub-groups 


Sub-groups 

Cronbach's Alpha 

Items 

Support Dimension 

0.97 

18 

Mission Dimension 

0.82 

6 

Success Dimension 

0.88 

6 

Bureaucracy Dimension 

0.85 

9 
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The reliability levels of the sub¬ 
groups in the scale are between 85% and 97%. 
So, the sub-groups are highly reliable. When 
looking at the one way Anova results, it was 
seen that there was no effect of experience 


time on the perspectives of the respondents 
about organizational culture. However, the 
aspects on which the status factor has an ef¬ 
fect on are tabulated below. 


Table 3 


One way Anova Results of Status 



Sum of Squares 

df 

Mean Square 

F Sig. 

Between Groups 

8.889 

2 

4.443 

12.797 .000 

Within Groups 

71.523 

206 

.347 


Total 

80.409 

208 




Considering the scale and its sub¬ 
groups regarding the effect of status on the 
respondents' perspectives on organizational 
culture, it was seen that there was a signifi¬ 
cant effect on the perspectives on organiza¬ 
tional culture since p<.05 level [F(8.889) 
=12.797, p = .000]. So, it may be said that there 
is an effect of status factor on the perspectives 
about organizational culture. In our study the 
status of directors displayed an effect on the 
overall perceptions. As a director is the person 
who walks before staff and leads them 
(Yildinm & Bastug, 2010), this may be duly 
attributed to the fact that the perceptions of 
directors may differ from the perceptions of 
the teaching staff. 

Data Analysis and Results 

The results of the study and the find¬ 
ings are described based on the data obtained 
from the participants by means of the instru¬ 


ments. The results and the findings are de¬ 
scribed based on the related research ques¬ 
tions. They are grouped under the titles of the 
categories from the questionnaire and inter¬ 
view. Results and discussion related to the 
perspectives on organizational culture are in 
such categories as support aspect, mission 
aspect, success aspect, and bureaucracy as¬ 
pect. Table 4, 5, 6, 7 and 8 show the results 
pertaining to the aspects mentioned. 

Results pertaining to the Support 
Dimension of Organizational Culture 

In the questionnaire, there are 18 
items related to the results pertaining to sup¬ 
port dimension of organizational culture, the 
aim of which is to specify the perspectives of 
both staff and directors. Table 4 clarifies the 
results pertaining to the perspectives of the 
participants on the mentioned issue. 
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Table 4 


Support Dimension of Organizational Culture 



N 

Mean 

Std. Deviation 

1. The managers are easily reached in the organiza¬ 
tion. 

210 

4.09 

.971 

2. Staff members are appreciated in the organization. 

210 

3.75 

1.042 

3. Staff members love and support each other. 

210 

3.63 

.994 

4. The staff members with personal problems are 
supported. 

210 

3.60 

1.022 

5. New and positive views about working order are 
supported in the organization. 

210 

3.56 

1.075 

6. Everybody respects the views of each other in the 
organization. 

210 

3.54 

1.021 

7. Team work is supported in the organization. 

210 

3.51 

1.150 

8. The organization cares the general contentment 
and peace of the staff members. 

210 

3.50 

1.133 

9. Staff members share their joys and sorrows with 
each other. 

210 

3.50 

1.054 

10. Individual emotions and thoughts are shared in 
the organization. 

210 

3.46 

1.007 

11. Every opportunity is supplied for professional 
development in the organization. 

210 

3.42 

1.126 

12. Managerial practices in the organization give way 
to freedom of work. 

210 

3.34 

1.127 

13. The staff members wishing to promote are sup¬ 
ported by their superiors. 

210 

3.33 

1.223 

14. Positive criticism is accepted in the organization. 

210 

3.33 

1.211 

15. The organization tries to create its specific family 
atmosphere. 

210 

3.32 

1.209 

16. The managers express their concerns about the 
personal problems of the staff. 

210 

3.09 

1.078 

17. The staff members are not afraid of making mis¬ 
takes in the organization. 

210 

3.08 

1.131 

18. The outcomes are discussed, but not s/he who 
made a mistake in the organization. 

210 

3.06 

1.198 


As observed in Table 4, for the 1 st 
item, regarding The managers are easily reached 
in the organization, the mean (x) score for this 
part is 4.09. This score indicates that Item 1 is 
the most agreed item by the participants. So, 


the participants much agree about the item. 
Besides, as it is shown in Table 4, for the 2 nd 
item, regarding Staff members are appreciated in 
the organization, the mean (x) score for this 
part is 3.75. This score indicates that Item 2 is 
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much agreed by the participants again. In 
other words, the participants much agree with 
the mentioned item. For the 3 rd Item, regard¬ 
ing Staff members love and support each other, the 
mean (x) score for this part is 3.63. This score 
indicates that the participants again much 
agree about the item. When it comes to the 4 th 
Item, regarding The staff members with personal 
problems are supported, the mean (x) score for 
this part is 3.60. This score indicates that the 
participants much agree about this item as 
well. Regarding the Item 5 which is New and 
positive views about working order are supported 
in the organization, the mean (x) score for this 
part is 3.56. This score again indicates that the 
participants much agree about the item. In 
terms of the 6 th Item, regarding Everybody 
respects the views of each other in the organiza¬ 
tion, the mean (x) score for this part is 3.54. 
This score indicates that the participants 
much agree about the item. For the 7 th Item, 
regarding Team work is supported in the organi¬ 
zation, the mean (x) score for this part is 3.51. 
This score indicates that Item 7 is another 
much agreed item by looking at the viewpoint 
of the participants. By looking at the 8 th Item, 
regarding The organization cares the general 
contentment and peace of the staff members, the 
mean (x) score for this part is 3.50. This score 
indicates that Item 8 is also much agreed by 
the participants. Lastly, for the Item 9, regard¬ 
ing Staff members share their joys and sorrows 
with each other, the mean (x) score for this part 
is 3.50. This score indicates that the partici¬ 
pants much agree about the item. 

When it comes to the 10 th Item regard¬ 


ing Individual emotions and thoughts are shared 
in the organization, the mean (x) score for this 
part is 3.46; the 11 th Item regarding Every 
opportunity is supplied for professional develop¬ 
ment in the organization, the mean (x) score for 
this part is 3.42; the 12 th Item regarding Mana¬ 
gerial practices in the organization give way to 
freedom of work, the mean (x) score for this part 
is 3.34; the 13 th Item regarding The staff mem¬ 
bers wishing to promote are supported by their 
superiors, the mean (x) score for this part is 
3.33; the 14 th Item regarding Positive criticism is 
accepted in the organization, the mean (x) score 
for this part is 3.33; the 15 th Item regarding The 
organization tries to create its specific family at¬ 
mosphere, the mean (x) score for this part is 
3.32; the 16 th Item regarding The managers 
express their concerns about the personal problems 
of the staff, the mean (x) score for this part is 
3.09; the 17 th Item regarding The staff members 
are not afraid of making mistakes in the organiza¬ 
tion, the mean (x) score for this part is 3.08; the 
18 th Item regarding The outcomes are discussed, 
but not s/he who made a mistake in the organiza¬ 
tion, the mean (x) score for this part is 3.06, all 
of which indicate that all these items are 
somewhat agreed by the participants. 

Results pertaining to the Mission 
Dimension of Organizational Culture 

In the questionnaire, there are 6 items 
related to the results pertaining to mission 
dimension of organizational culture, the aim of 
which is to specify the perspectives of both 
staff and directors. Table 5 clarifies the results 
pertaining to the perspectives of the partici¬ 
pants on the mentioned issue. 
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Table 5 


Mission Dimension of Organizational Culture 



N 

Mean 

Std. Deviation 

19. Doing the tasks specified in the program is the 
first priority. 

210 

4.04 

.749 

20. Everybody works for the academic success of the 
students in the organization. 

210 

3.93 

.980 

21. Sufficient effort is made to realize the aims of the 

organization. 

210 

3.83 

.974 

22. Everyone executes his/her mission successfully in 
the organization. 

210 

3.66 

1.013 

23. It is aimed to do the right at first time in the or¬ 
ganization. 

210 

3.48 

.969 

24. Working to be better than other organizations is 
the principle in the organization. 

210 

3.36 

1.179 


First of all, by looking at the Table 5, 
we can clearly observe that the 19 th Item re¬ 
garding Doing the tasks specified in the program 
is the first priority, the mean (x) score for this 
part is 4.04; the 20 th Item regarding Everybody 
works for the academic success of the students in 
the organization, the mean (x) score for this 
part is 3.93; the 21 st Item regarding Sufficient 
effort is made to realize the aims of the organiza¬ 
tion, the mean (x) score for this part is 3.83; the 
22 nd Item regarding Everyone executes his/her 
mission successfully in the organization, the 
mean (x) score for this part is 3.66. These 
scores indicate that the mentioned items are 
much appreciated by the participants. How¬ 
ever, when it comes to the 23 rd Item regarding 
It is aimed to do the right at first time in the or¬ 


ganization, the mean (x) score for this part is 
3.48, and 24 th Item regarding Working to be 
better than other organizations is the principle in 
the organization, the mean (x) score for this 
part is 3.36, both of which clearly display that 
the participants somewhat agree about the 
item. 

Results pertaining to the Success 
Dimension of Organizational Culture 

In the questionnaire, there are 6 items 
related to results pertaining to success dimen¬ 
sion of organizational culture, the aim of 
which is to specify the perspectives of both 
staff and directors. Table 6 clarifies the results 
pertaining to the perspectives of the partici¬ 
pants on the mentioned issue. 
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Table 6 


Success Dimension of Organizational Culture 



N 

Mean 

Std. Deviation 

25. The best reward is to accomplish a mission in the 
organization. 

210 

3.49 

1.142 

26. Personal knowledge and skills are appreciated in 

the institutions. 

210 

3.48 

1.150 

27. Working for occupational aims is an appreciated 
behavior in the organization. 

210 

3.40 

1.254 

28. Successful students are rewarded in the organiza¬ 
tion. 

210 

3.34 

1.304 

29. Rewards are based on performance in the organi¬ 
zation. 

210 

2.68 

1.350 

30. Successful teachers are rewarded in the organiza¬ 
tion. 

210 

2.47 

1.334 


By looking at the Table 6, we can 
clearly observe that the 25 th Item regarding 
The best reward is to accomplish a mission in the 
organization, the mean (x) score for this part is 
3.49; the 26 th Item regarding Personal knowledge 
and skills are appreciated in the institutions, the 
mean (x) score for this part is 3.48; the 27 th 
Item regarding Working for occupational aims is 
an appreciated behavior in the organization, the 
mean (x) score for this part is 3.40; the 28 th 
Item regarding Successful students are rewarded 
in the organization, the mean (x) score for this 
part is 3.34; the 29th Item regarding Rewards 
are based on performance in the organization, the 
mean (x) score for this part is 2.68. These 
scores indicate that the mentioned items are 


somewhat accepted by the participants. Yet, 
when it comes to the 30 th Item regarding Suc¬ 
cessful teachers are rewarded in the organization, 
the mean (x) score for this part is 2.47, which 
means that the participants little agree about 
the item. 

Results pertaining to the Bureaucra¬ 
cy Dimension of Organizational Culture 

In the questionnaire, there are 9 items 
related to results pertaining to bureaucracy 
dimension of organizational culture, the aim of 
which is to specify the perspectives of both 
staff and directors. Table 7 clarifies the results 
pertaining to the perspectives of the partici¬ 
pants on the mentioned issue. 
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Table 7 


Bureaucracy Dimension of Organizational Culture 


N 

Mean 

Std. Deviation 

31. The works are done according to specific proce- 210 
dures in the organization. 

3.70 

.972 

32. Hierarchy is valued in the organization. 210 

33. Managers in the organization often remind about 210 
following the rules. 

3.51 

3.38 

1.098 

1.079 

34. Lots of meetings about works are conducted in 210 
the organization. 

3.06 

.971 

35. A strict control mechanism exists to avoid irregu- 210 
larities in the organization. 

3.01 

1.084 

36. Being senior means being privileged in the organ- 210 
ization. 

2.97 

1.121 

37. Harsh precautions are taken against rule viola- 210 
tions in the organization. 

2.88 

1.019 

38. The relations among staff members are formal in 210 
the organization. 

2.78 

1.021 

39. The organization owns an authoritarian man- 210 
agement conception. 

2.67 

1.294 


One can understand from Table 7 that 
for the 31 st item, regarding The works are done 
according to specific procedures in the organiza¬ 
tion, the mean (x) score for this part is 3.70. 
This score indicates that Item 31 is the most 
agreed item by the participants in this catego¬ 
ry. So, the participants much agree about the 
item. Furthermore, as it is shown in Table 7, 
for the 32 nd item, regarding Hierarchy is valued 
in the organization, the mean (x) score for this 
part is 3.51. This score indicates that Item 32 is 
much agreed by the participants again. On the 
other hand, when we have a look at such 
items like the Item 33 regarding Managers in 
the organization often remind about following the 
rules, the mean (x) score for this part is 3.38; 
the Item 34 regarding Lots of meetings about 
works are conducted in the organization, the 
mean (x) score for this part is 3.06; the Item 35 
regarding A strict control mechanism exists to 
avoid irregularities in the organization, the mean 


(x) score for this part is 3.01; the Item 36 re¬ 
garding Being senior means being privileged in 
the organization, the mean (x) score for this 
part is 2.97; the Item 37 regarding Harsh pre¬ 
cautions are taken against rule violations in 
the organization, the mean (x) score for this 
part is 2.88; the Item 38 regarding The relations 
among staff members are formal in the organiza¬ 
tion, the mean (x) score for this part is 2.78; the 
Item 39 regarding The organization owns an 
authoritarian management conception, the mean 
(x) score for this part is 2.67, we can easily see 
that these items are somewhat agreed by the 
participants. 

Results pertaining to the Interview 
Questions 

Remarks, codes and frequencies from 
answers of the participants to the interview 
questions were given in Table 8. That's to say. 
Table 8 illustrates the perspectives of the par¬ 
ticipants related to organizational culture. 
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Table 8 


Participants' View Related to Organizational Culture 


Codes 

Frequency 

Remarks of Participants 

Definition of organizational 

24 

Procedures, beliefs, attitudes, and way of work¬ 
ing peculiar to an organization 

culture 

14 

Working for organizational aims 


7 

Human relations 


6 

Cooperation 


5 

Respect, love 


5 

Democracy, participation, human based at¬ 


4 

mosphere 

A developed vision and mission 


4 

Actions being open to innovations, supporting 


3 

the success, and motivating 

Modern and good management 


3 

Peaceful family atmosphere 


2 

Sense of belonging to an organization 


2 

Adoption to a grounded system 


1 

The relationship between superiors and subor¬ 


1 

dinates 

All the formal and informal components 


1 

Government orientation 


1 

The general atmosphere felt in an organization 


1 

The requirement of professionalism 


1 

Hierarchy 


1 

A combination of school environment, teacher, 
and student 


1 

Being permanent 


1 

Based on standards 


1 

Representing equality 


1 

Based on organizational needs 


1 

Based on bureaucracy 


1 

Mirroring organizational identity 

Description of the culture of 

8 

Desiring academic success 

own organization 

7 

Disciplined and based on rules 


7 

Showing respect, love, tolerance 


6 

Based on cooperation 


5 

Innovative 
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4 

Based on sufficient management 


4 

Including sincerity 


4 

Having not a stable organizational culture 


4 

A still developing culture 


4 

Working for the best 


3 

Based on insufficient management 


3 

Being supportive 


2 

Representing peculiar aims of the organization 


2 

Being democratic 


2 

Following a strategy 


2 

Having inequality 


1 

Having only formality 


1 

Having sincerity and formality together 


1 

Considering ethical values important 


1 

Considering professional development im¬ 
portant 


1 

Easily reaching the managers 


1 

Being too formal 


1 

Following the norms 


1 

Being human based 


1 

Having hierarchy 


1 

Being traditional 


1 

Being chaotic 


1 

Being student based 


1 

Having principles 


1 

Being peaceful 


1 

Having a family atmosphere 


1 

Having cooperation, participation, democracy 


1 

Sharing own emotions and thoughts 


1 

Based on accomplishing missions 


1 

Having gossip 

The supports given by the 

30 

Supported generally 

own organization 

26 

Supported academically 


17 

Not supported 

The mean of mission in the 

14 

Enhancing academic success 

own organization 

10 

Obeying the rules and principles 


6 

Doing the job properly 
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5 

Doing the job on time 


3 

Working by heart 


3 

Doing the job means no trouble 


3 

Doing the job competently 


2 

Awareness of mission 


2 

Running away from mission 


2 

An issue changing according to position 


2 

Obeying the manager 


2 

Following the program 


1 

Working in coordination 


1 

Doing one's own job 


1 

Monitoring the staff 


1 

Obeying hierarchy 


1 

Acting like a robot 


1 

Being idealist 


1 

Commitment 


1 

Realizing the aims 


1 

Solving the problems of people 


1 

Creating opportunities 

The success criterion in the 

32 

Students' success 

own organization 

9 

Doing one's best 


6 

Getting no reward for success 


4 

Not objectively specified 


4 

Professional development and academic per¬ 
formance 


3 

No criterion 


3 

Flattery 


1 

Obeying the management 


1 

Following the program 


1 

Following the rules 


1 

Keeping discipline 

The bureaucracy in the own 

26 

Proper bureaucracy 

organization 

12 

Too much bureaucracy 


7 

Based on hierarchy 


5 

Functioning very slowly 


3 

Not structured bureaucracy 


1 

Functioning differently for each member of the 
group 


1 

No paper work 
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1 

Too much paper work 


1 

Complicated bureaucracy 


1 

Based on democracy 


1 

Somewhat formal 


1 

Traditional 

Other comments 

2 

The personal rights of the staff should be im¬ 
proved. 


2 

Proper leaders are required. 


1 

Organizational culture is vital. 


1 

Mobbing must be eliminated. 


1 

An innovation is required. 


1 

Organization leaders direct the culture of the 
organization. 


1 

An equal atmosphere is necessary. 


1 

I want to resign ifl get a chance. 


1 

We still have background problems. 


1 

It is important to come to work happily. 


1 

The success of our organization mirrors our 



success. 


1 

We have no vision as well as no real organiza¬ 
tional culture. 


1 

Motivation creates organizational culture. 


By looking at the interview results, 
we can easily see that most of the participants 
refer to the definition of organizational cul¬ 
ture as Procedures, beliefs, attitudes, and way of 
working peculiar to an organization (n=24), while 
a group of them define it as Working for organ¬ 
izational aims (n=14). Besides, while some 
addresses to the issue by mentioning Human 
relations (n=7), another group states Coopera¬ 
tion (n=6) in defining organizational culture. 
Moreover, respect and love is mentioned by a 
group (n=5), while another group (n=5) imply 
Democracy, participation, human based atmos¬ 
phere. Successively, the following participants 
defined organizational culture referring to: a 
developed vision and mission (n=4); actions being 
open to innovations, supporting success, and mo¬ 
tivating (n=4); modern and good management 
(n=3); peaceful family atmosphere (n=3); sense of 
belonging to an organization (n=2); adoption to a 
grounded system (n=2); the relationship between 


superiors and subordinates (n=l); ail the formal 
and informal components (n=l); government ori¬ 
entation (n=l); the general atmosphere felt in an 
organization (n=l); the requirement of profession¬ 
alism (n=l); hierarchy (n=l); a combination of 
school environment, teacher, and student (n=l); 
permanent (n=l); standards (n=l); equality (n=l); 
organizational needs (n=l); bureaucracy (n=l). 

In terms of defining own organiza¬ 
tion's culture, it can easily be understood that 
there are various responses mentioned in the 
interview such as: desiring academic success 
(n=8); disciplined and based on rules (n=7); re¬ 
spect, love, tolerance (n=7); cooperation (n=6); 
innovative (n=5); sufficient management (n=4); 
feeling sincerity (n=4); having not a stable organi¬ 
zational culture (n^); a still developing culture 
(n=4); working for the best (n=4); insufficient 
management (n=3); supportive (n=3); peculiar 
aims of organization (n=2); democratic (n=2); 
following our strategy (n=2); feeling inequality 
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(n=2); feeling only formality (n=l ); feeling sinceri¬ 
ty and formality together (n=l); considering ethi¬ 
cal values important (n=l); considering profes¬ 
sional development important (n=l); easily reach¬ 
ing the managers (n=l); too formal (n=l); follow¬ 
ing our norms (n=l); human based (n=l); feeling 
hierarchy (n=l); traditional (n=l); chaotic (n=l); 
student based (n=l); having principles (n=l); 
peaceful (n=l); our own family atmosphere (n=l); 
cooperation, participation, democracy (n=l); shar¬ 
ing own emotions and thoughts (n=l); based on 
accomplishing missions (n=l); gossip (n=l). 

When we have a look at the supports 
given by the own organization, we can clearly 
understand that a big majority of participants 
(n=30) report being supported generally, 
while another majority of the participants 
(n=26) imply that they are supported academ¬ 
ically. On the other hand, a group of respond¬ 
ents (n=17) state that they get no support. 

Furthermore, regarding the mean of 
mission in the own organization, most of the 
respondents refer to the issue as enhancing 
academic success (n=14), obeying the rules and 
principles (n=10), doing the job properly (n=6), 
doing the job on time (n=5). Besides, the rest of 
the respondents point to the issue as: working 
by heart (n=3); doing your job means no trouble 
(n=3); doing the job competently (n=3); awareness 
of mission (n=2); running away from mission 
(n=2); an issue changing according to position 
(n=2); obeying the manager (n=2); following the 
program (n=2); working in coordination (n=l); 
doing our own job (n=l); monitoring the staff 
(n=l); obeying hierarchy (n=l); acting like a robot 
(n=l); being idealist (n=l); commitment (n=l); 
realizing the aims (n=l); solving the problems of 
people (n=l); creating opportunities (n=l). 

Pertaining to the success criterion in 
the own organization, it is easily understood 
that a high majority of the respondents (n=32) 
refer to students' success, while some (n=9) 
declared doing one's best, and getting no reward 
for success (n=6). Moreover, the rest of the par¬ 
ticipants declared the following perceptions: 


Not objective (n=4); Professional development 
and academic performance (n=4); No criterion 
(n=3); Flattery (n=3); Obeying the manage¬ 
ment (n=l); Following the program (n=l); 
Following the rules (n=l); Keeping discipline 
(n=l). 

With reference to the bureaucracy in 
the own organization, one can simply under¬ 
stand that a big majority of respondents 
(n=26) reported having proper bureaucracy, 
while a group of the participants (n=12) ex¬ 
pressed to have too much bureaucracy. Besides, 
rest of the participants declared the follow¬ 
ings with regard to the bureaucracy: based on 
hierarchy (n=7); functioning very slowly (n=5); 
not structured (n=3); functioning differently for 
each member of the group (n=l); no paper work 
(n=l); complicated (n=l); too much paper work 
(n=l); based on democracy (n=l); somewhat 
formal (n=l); traditional (n=l). 

Finally, in terms of other comments 
produced by the respondents, there stand a 
spectrum of comments uttered. Two respond¬ 
ents declared that the personal rights of the staff 
should be improved, while some respondents 
(n=2) stated that proper leaders are required. 
Different comments on organizational culture, 
which were produced by the participants, are 
listed at the end of the interview table as well. 

Discussion and Conclusion 

Culture is a phenomenon which mir¬ 
rors a society (Bada, 2000). "Outdoor gardens 
have no meaning in themselves unless they 
are related to and contrasted with indoor 
apartments and dwellings" (Kramsch, 2013). 
Kramsch here represents the importance of 
culture as a term having external and internal 
impacts. When it comes to the culture in or¬ 
ganizations, every organization has a kind of 
culture more or less. Besides, although there 
are several research studies investigating or¬ 
ganizational culture (Schein, 1984; 1989; 1990; 
2006; 2010; Martin, 1985; Frost, Moore, Louis, 
Lundberg & Martin, 1985; Barney, 1986; Ott, 
1989; Denison, 1990; 1996; Cameron & Quinn, 
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2005), our study stands unique which covers 
how educational staff including directors 
from diverse academic levels see organiza¬ 
tional culture. 

The participants taking part in the 
study defined organizational culture in gen¬ 
eral as procedures, beliefs, attitudes, and way of 
working peculiar to an organization, as well as 
referring to working for organizational aims. 
Besides, they also described the culture of 
their own organization addressing to such 
terms as desiring academic success, discipline 
and rules, respect, love, and tolerance (Han¬ 
sen & Wemerfelt, 1989; Rodsutti & Swierczek, 
2002; Sirikrai, 2006). Organizational culture is 
extensively known as a comprehensive multi¬ 
faceted term that is established in time and 
socially structured (Jaghargh et al., 2012). The 
picture drawn by the findings of our study 
illustrates these facets as: 

• In terms of the support dimension, 
the participants of our study were highly con¬ 
tent with the supports they get from their 
institutions. 

• When it comes to mission dimen¬ 
sion, enhancing students' academic success 
and doing the tasks specified in the program 
were the first coming priorities. 

• Although students' success was the 
achievement criterion for the educational staff 
who reported that they work initially for the 
success of the students, they were highly dis¬ 
content with the fact that they are not reward¬ 
ed. 

• Although hierarchy was reported to 
be valued in the organizations taking part in 
the study, the majority of the participants 
indicated a properly functioning bureaucracy. 

As an implication, we can simply 
state that the staff in educational institutions 
are aware of the term organizational culture, 
as well as its functions. The members of the 
educational institutions get support at various 
aspects, besides being aware of their missions. 
Yet, it is easy to understand from the study 
that there seems to be no properly functioning 
reward system administered for educational 
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staff. The policy makers, authorities, and even 
school managers should take some precau¬ 
tions about this issue as rewards advance 
teachers productivity (Goldhaber & Brewer, 
1998; Dee & Keys, 2004; Rockoff, 2004; Lavy, 
2007). 
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